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Abstract 

Family businesses constitute the dominant organisational form in the global economy, representing between 70 

and 90 per cent of all private enterprises and contributing more than 70 per cent of global GDP (IFERA, 2003; 

PwC, 2023). Despite their economic significance, research consistently shows that fewer than 30 per cent of 

family businesses survive to the second generation and fewer than 13 per cent reach the third (Arono and Ward, 

1997; Ward, 2004). Leadership succession from one generation to the next is widely identified as the principal 

cause of this attrition, yet existing academic frameworks tend to examine succession-related factors 

socioemotional wealth, governance, knowledge transfer, and innovation as independent determinants rather than 

as interacting stages of a unified process (Daspit et al., 2016; Le Breton-Miller et al., 2004). This paper addresses 

that explanatory gap through a structured review of peer-reviewed literature published between 2000 and 2025. 

Drawing on 52 selected sources from databases including Scopus, JSTOR, Google Scholar, and the Family 

Business Review, the study synthesises research across six thematic domains: succession planning, 

socioemotional wealth (SEW), professionalization, knowledge transfer, innovation and digital transformation, 

and strategic renewal. The central argument is that socioemotional wealth functions as an enabling resource 

rather than merely a constraint on strategic change when it is actively channelled through professional 

governance systems, and that this channelling constitutes the critical mechanism by which next-generation 

succession achieves strategic renewal without identity loss. To represent this mechanism, the paper proposes the 

Legacy Renewal Framework: a four-stage sequential model illustrating how family legacy provides the cultural 

foundation from which professional governance structures develop, through which tacit knowledge is 

institutionalised, and upon 

which innovation-driven strategic renewal is built. Unlike prior frameworks that either focus on succession as a 

leadership transition event (Handler, 1994) or treat SEW in isolation from governance (Berrone et al., 2012), 

theLegacy Renewal Framework positions these dimensions as mutually reinforcing stages within a continuous 

organisational renewal process. The feedback relationship embedded in the model whereby strategic renewal 

strengthens rather than erodes family identity represents the primary theoretical contribution of this study.The 

findings provide practical guidance for founders, successors, and family business advisors and identify 

longitudinal, cross-cultural, and gender inclusive empirical research as the most important directions for future 

investigation. 

Keywords: family business succession, socioemotional wealth, professional-ization, knowledge transfer, digital 

transformation, strategic renewal, Legacy 

 

I. Literature Review 
1.1 Understanding Family Businesses 

Family businesses are dened as enterprises in which a family holds signicant ownership, exercises 

managerial control, and intends to transfer leadership to future generations (Chua et al., 1999). This behavioural 

definition, now widely accepted in the literature, distinguishes family rms from professionally managed 

corporations not by ownership structure alone, but by the governing intention of multigenerational continuity 

(Sharma et al., 2012). Tagiuri and Davis (1996) offered the foundational structural explanation of what makes 

family businesses unique: the three-circle model, which depicts the overlap- ping systems of family, ownership, 

and management. This overlap creates what Tagiuri and Davis called bivalent attributes characteristics that 

simultaneously create competitive advantage and managerial complexity. Long-term strategic orientation, trust-

based relationships, and faster decision-making are among the advantages (Miller and Le Breton-Miller, 2005). 

Governance conflicts, nepotistic appointments, and succession failures are among the costs (Gersick et al., 1997). 

Contemporary research increasingly explains family rm behaviour through Berrone et al.'s (2012) socioemotional 

wealth framework, which argues that family busi- ness decisions are shaped not only by financial objectives but 

also by non-economic priorities including family identity, reputation, and legacy. This theoretical lens provides a 

more complete explanation than purely financial models for why family enterprises make different strategic 

decisions than comparable non-family rms including their approach to succession (Gomez-Mejia et al., 2007). 
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1.2 Major Themes in Existing Literature 

1.2.1 Succession Planning 

Succession planning has consistently been identified as the most extensively re- searched topic in family 

business literature (Sharma et al., 2012). Handler (1994), in a foundational review, denned succession as a process 

of role adjustment and mutual recognition between founder and successor perspective that challenged the 

prevailing view of succession as a one-time ownership transfer event. Handler's model emphasised that elective 

succession unfolds gradually through overlapping leadership roles, with the founder's influence progressively 

diminishing as the suc- cessor gains competence and confidence. Le Breton-Miller et al. (2004) extended this 

work by proposing an integrative model of succession effectiveness, identifying three categories of moderating 

fac- tors: facilitating processes (including planning and communication), individual competencies (of both 

predecessor and successor), and environmental conditions (including governance structure and family dynamics). 

Their model remains one of the most comprehensive frameworks for understanding what distinguishes success- 

ful from unsuccessful succession, and it provides partial support for the sequential logic underlying the Legacy 

Renewal Framework proposed in the present study. A recurring finding across the succession literature is the 

damaging effect of de- layed planning. Morris et al. (1997) showed that the quality and extent of success sion 

planning was positively associated with business performance after transition, while Sharma (2004) identified 

emotional reluctance on the part of founders specifically the difficulty of relinquishing identity-laden leadership 

roles as the The primary reason for planning is deferred. Chrisman et al. (1998) further demonstrated that 

successors prepared over longer periods, through education, mentoring, and gradually increasing managerial 

responsibilities, were significantly more likely to earn the confidence of non-family employees and stakeholders. 

Contemporary research increasingly frames succession not as a vulnerability period but as a strategic opportunity. 

Daspit et al. (2016) applied a social capital perspec- tive to succession, arguing that successor preparedness is 

inseparable from the re- relational networks, both internal (family and employees) and external (customers, 

suppliers, and advisors)that accumulate around the family rm over time. This relational view complements the 

structural perspectives of Handler (1994) and Le Breton-Miller et al. (2004) and underscores the importance of 

knowledge transfer, addressed in Section 2.2.5. Despite this progress, a significant limitation remains: most 

succession planning re- search examines planning processes, individual competencies, or governance struc- tures 

independently, without specifying how these components enable each other over time. It is this sequential enabling 

relationship how structured governance makes knowledge transfer possible, and how knowledge transfer in turn 

enables strategic renewal that the Legacy Renewal Framework seeks to explain. 

 

1.2.2 Socioemotional Wealth: Resource or Constraint? 

The concept of socioemotional wealth (SEW) is the most theoretically genera- tive contribution to family 

business research in the past two decades. Berrone et al. (2012) denned SEW as the stock of sect-related value 

that a family de- rives from its ownership position in a rm (p. 258), encompassing family con- trol and influence, 

identification of family members with the rm, binding social ties, emotional attachment, and renewal of family 

bonds through dynastic succession. The SEW perspective explains why family rms frequently make decisions 

including succession-related decisions that differ from those that purely financial logic would prescribe (Gomez-

Mejia et al., 2007). However, the literature contains an important unresolved debate about whether SEW primarily 

functions as a strategic resource or a behavioural constraint. Berrone et al. (2012) presented SEW as largely 

positive: emotional attachment fosters long-term commitment, stakeholder trust, and organisational resilience. On 

this reading, preserving SEW motivates responsible stewardship that benets rm per- formance. Gomez-Mejia et 

al. (2007), by contrast, demonstrated in a study of Spanish olive oil mills that family farms were willing to accept 

below-market - financial performance to preserve family control funding that positions SEW as a constraint on 

rational strategic adaptation. This tension between SEW as motivating force and SEW as entrenchment 

mechanism is central to succession research, because it determines whether emotional attachment to legacy will 

sup- port or obstruct the governance reform and innovation that succession requires. The resolution proposed in 

recent scholarship is conditional: SEW functions as a resource when founders trust that governance changes and 

innovation will reinforce rather than diminish the family's legacy (Cruz and Nordqvist, 2012; Zellweger, 2017). 

This conditionality has important implications for succession practices suggests that professional governance and 

strategic renewal should be introduced not as replacements for family values but as mechanisms for preserving 

them. This insight forms the theoretical basis of the feedback loop embedded in the Legacy Renewal Framework. 

Communication between generations plays a critical mediating role in this process. Cabrera-Suárez et al. (2001) 

demonstrated that open intergenerational dialogue facilitates both tacit knowledge transfer and the gradual 

transmission of organ- isational values the very foundation of SEW. Founders who feel assured that their legacy 

will be respected are significantly more willing to delegate authority, engage in succession planning, and support 

professionalization (Sharma, 2004). Conversely, where communication is limited or characterised by hierarchical 

con- trol, SEW operates primarily as a constraint, limiting successor autonomy and delaying governance reform 

(Gomez-Mejia et al., 2007). In summary, SEW should not be treated as a uniform variable in succession re- search. 
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Its direction of electron enabling versus constraining depends on the qual- ity of intergenerational communication 

and the degree to which governance reform and innovation are positioned as legacy-preserving rather than legacy-

replacing activities. 

 

1.2.3 Professionalization: Building Structures for Long-Term Continuity 

Professionalization is broadly understood as the process through which family busi- nesses adopt formal 

governance mechanisms, documented procedures, denned hi- erarchies, merit-based role allocation, advisory 

boards, family councils, and perfor- mance measurement systems alongside, rather than instead of, family 

ownership and leadership (Stewart and Hitt, 2012). The central debate in this literature concerns whether 

professionalization enhances or diminishes the distinctive advan- tages of family enterprise. Early scholarship was 

sceptical. Founders and family members often perceived for- mal governance as a reduction in personal authority, 

a dilution of family culture, and an invitation for external interference (Chrisman et al., 1998). More recent 

research presents a substantially different picture. Stewart and Hitt (2012), in a comprehensive theoretical 

synthesis, argued that professionalization and family involvement are not inherently in tension; the question is not 

whether to profession- alise but how to do so in ways that preserve entrepreneurial flexibility and family 

commitment. Their analysis identified three critical success factors: the gradual implementation of governance 

structures (rather than rapid wholesale transforma- tion), the preservation of informal communication alongside 

formal systems, and the explicit articulation of how governance supports the family's long-term vision. 

Mustakallio et al. (2002) drew a productive distinction between relational gover- Finance based on trust, norms, 

and shared values and contractual governance based on formal monitoring and incentive systems. They found that 

family rms relying exclusively on relational governance were vulnerable during succession, because relational 

governance is person-dependent and does not survive the de- parture of the individual (typically the founder) in 

whom trust is vested. Contrac- tual governance, by contrast, creates institutional processes that ensure continuity 

regardless of leadership changes. However, Mustakallio et al. also found that con- tractual governance was most 

effective when built upon, rather than substituted for, a relational foundation ending that directly supports the 

sequential logic of the Legacy Renewal Framework. Professionalization also affects innovation capacity. Contrary 

to early assumptions that formal governance constrains entrepreneurial activity, De Massis et al. (2013) found that 

family rms with stronger governance structures were better positioned to evaluate technological investments, 

manage innovation risks, and sustain R&D expenditure across generations. This relationship between governance 

and inno- vation provides a direct empirical link between Stage 2 and Stage 4 of the Legacy Renewal Framework. 

 

1.2.4 Innovation and Digital Transformation: Modernising Without Losing Legacy 

Innovation in family businesses is a multifaceted and extensively debated concept. The seminal review by 

Calabrò et al. (2019), drawing on 25 years of published research, distinguished between three analytically distinct 

phenomena that are often coordinated: innovation output (new products, services, or processes devel- oped by the 

rm), innovation input (R&D investment and experimentation), and entrepreneurial orientation (the rm's general 

propensity for risk-taking, proactiveness, and competitive aggressiveness). These distinctions matter because 

family rms have been shown to demonstrate lower innovation input (due to SEW- driven risk aversion) but 

comparable or higher innovation output (due to long-term commitment and resource concentration) relative to 

non-family rms (Calabròet al., 2019; De Massis et al., 2013). Cruz and Nordqvist (2012) introduced a generational 

perspective, demonstrating that next-generation leaders are associated with significantly higher entrepreneurial 

orientation than founding-generation leaders. Successors typically bring formal management education, global 

market exposure, and digital competencies that the founding generation did not acquire, positioning them as 

strategic change agents who can introduce innovation while drawing on the reputational and relational capital 

built by their predecessors. Digital transformation represents the most visible and pressing dimension of con- 

temporary succession-related innovation. Firms that successfully complete digital transformation adopting 

enterprise resource planning systems, customer relation- ship management software, e-commerce platforms, data 

analytics, and cloud-based operational toolsreport improved operational eciency, stronger customer en- gagement, 

and enhanced decision-making capacity (De Massis et al., 2013). Be- beyond operational tools, brand 

modernisation through digital marketing and social media enables family businesses to communicate their 

heritage to new consumer demographics without abandoning the values that underpin that heritage (Miller and Le 

Breton-Miller, 2005). A key theoretical insight in recent literature is that innovation and tradition should be 

understood as complements rather than substitutes. Zellweger (2017) argued that family businesses are especially 

well-placed to pursue what he calls patient innovationlong-horizon investment in capabilities and markets that is 

dicult for publicly listed rms to sustain due to quarterly earnings pressure. When inno- vation is framed as legacy-

preserving rather than legacy-replacing, resistance from founders is substantially reduced, succession-related 

conflict is minimised, and the organisational culture that sustains long-term competitive advantage remains intact. 
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1.2.5 Knowledge Transfer and Intergenerational Learning 

Knowledge transfer is increasingly recognised as the bridge between governance and strategic renewal in 

family business succession (Cabrera-Suárez et al., 2001). The knowledge that must be transferred is not primarily 

explicitoperational pro- cedures, nancial records, and technical documentation but tacit: the experien- tial 

judgment, customer relationship strategies, negotiation instincts, and ethical intuitions that founders accumulate 

over decades and that cannot be codified in a manual (Nonaka and Takeuchi, 1995). Cabrera-Suárez et al. (2001) 

applied the resource-based view to succession, ar- arguing that tacit knowledge constitutes a rare, inimitable 

organisational resource. Their central finding was that knowledge transfer quality, not mere knowledge content is 

the primary determinant of post-succession performance. Firms in which tacit knowledge was transferred through 

sustained mentoring, shared strate- gic decision-making, and gradual role handover significantly outperformed 

rms in which succession was abrupt and knowledge transfer minimal. A theoretical development of particular 

importance is the reframing of intergen- erational learning as reciprocal rather than unidirectional. Traditional 

succession models assumed a one-way transfer from experienced founder to inexperienced successor. 

Contemporary scholarship, following Nonaka and Takeuchi (1995), ar- guess that the knowledge exchange should 

benefit both parties. Founders con- tribute experiential wisdom, industry networks, and organisational memory; 

suc- cessors contribute digital competencies, contemporary management practices, and market intelligence. Firms 

that create structured opportunities for this bilateral exchange through joint decision-making, cross-generational 

project teams, and documented mentoring programmes demonstrate more effective knowledge inte- gration and 

stronger post-succession performance (Daspit et al., 2016). Barriers to effective knowledge transfer include 

founder reluctance to delegate (driven by SEW-related concerns about loss of influence), successor impatience 

with established routines, and the absence of structured transition programmes. Chrisman et al. (1998) identified 

early and extended involvement of successors in business operations beginning ideally 10 to 15 years before 

formal leadership transition as the most robust mitigation against these barriers.  

 

2.2.6 Strategic Renewal: Integrating Legacy and Organisational Trans- formation  

Strategic renewal is defined as the process through which established organisa- tions revitalise their 

competitive positioning by combining existing capabilities with new resources, markets, and strategic directions 

(Zellweger, 2017). In the context of family business succession, strategic renewal describes the transition from a 

business model built around the founder's capabilities and vision to one that integrates inherited strengths with 

next-generation initiatives. The family business literature consistently demonstrates that successful multigen- 

erational enterprises are not those that change the most or change the least, but those that selectively retain the 

capabilities and values that continue to create competitive advantage while introducing new directions that 

respond to exter- nal environmental change (Miller and Le Breton-Miller, 2005). Gersick et al. (1997) documented 

this pattern across case studies of multigenerational family rms in North America and Europe, finding that the 

most durable enterprises including family-owned luxury brands, agricultural conglomerates, and industrial 

manufacturers had all undergone significant strategic transformation across gen- erations without abandoning their 

core values. Strategic renewal depends on the prior establishment of professional governance and effective 

knowledge transfer, which is why Stages 2 and 3 of the Legacy Re- Renewal Framework precedes Stage 4. 

Without governance structures that clarify decision-making authority, strategic initiatives proposed by successors 

are likely to generate founder resistance and family conflict (Mustakallio et al., 2002). With- out effective 

knowledge transfer, successors lack the organisational understanding required to distinguish capabilities worth 

preserving from practices that should be changed (Cabrera-Suárez et al., 2001). Strategic renewal is therefore not 

a discrete managerial initiative but the organisational outcome of the three preceding stages. 2.3 Synthesis: What 

Existing Frameworks Explain and What They Do Not The preceding review establishes that existing succession 

frameworks make im- portant contributions but leave a specific explanatory gap. Table 1 provides a structured 

comparison of the most prominent frameworks. The comparison in Table 1 reveals the specific explanatory gap 

that motivates this study. Existing frameworks either address individual components of succession (Berrone et al., 

2012; Cruz and Nordqvist, 2012; Handler, 1994) or provide lists of moderating factors without specifying enabling 

relationships between them (Le Breton-Miller et al., 2004). No existing framework explains how SEW transitions 

from constraint to resource, what conditions governance must create before knowledge transfer is effective, or 

why strategic renewal must be preceded rather than replaced by legacy preservation. The Legacy Renewal 

Framework is proposed to address precisely this explanatory gap. 

 

II. Methodology 
2.1 Review Design 

This study employs a structured narrative literature review approach, consistent with the review 

methodology advocated by Traneld et al. (2003) for management research contexts where the objective is 

conceptual synthesis rather than statisti- cal pooling of quantitative findings. The review is structured rather than 

purely narrative in that it follows pre-species search, inclusion, and extraction proce- dures designed to enhance 
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transparency and reduce selection bias (Rousseau et al., 2008). It is not a systematic review in the formal PRISMA 

sense, as its purpose is the development of a conceptual framework rather than the assessment of the aggregate 

empirical evidence on a specific treatment effect. 
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2.2 Search Strategy 

Literature was identied through searches of the following databases: Family Busi- ness Review (complete 

archive), Scopus, Google Scholar, JSTOR, Web of Science, and EBSCO Business Source Complete. Searches 

were conducted between Jan- uary and July 2026. The primary search terms used were: family business 

succession, next-generation succession, socioemotional wealth, family rm governance, professionalization fam- 

ily business, knowledge transfer succession, family business innovation, digital transformation family rm, 

strategic renewal family enterprise, and intergener- ational succession planning. Boolean combinations were used 

as follows: (family business OR family rm) AND (succession OR intergenerational transition) AND (governance 

OR innovation OR socioemotional wealth OR knowledge transfer ). Searches were conducted in English only. 

 

2.3 Inclusion and Exclusion Criteria 

Inclusion criteria: 

Peer-reviewed journal articles, book chapters from academic publishers, or books authored by scholars 

in the family business eld. Published between 2000 and 2025, with key foundational papers from 1994 1999 

included where they represent primary theoretical contributions. Directly addressing succession planning, 

governance, SEW, knowledge trans- fear, innovation, or strategic renewal in the context of family businesses. 

Exclusion criteria: Conference proceedings not subsequently published in peer-reviewed jour- nals. Grey literature 

(consulting reports, trade publications) unless used as statis- tical background. Papers focused exclusively on 

nancial valuation, legal inheritance, or estate planning. Articles in which family business succession is not the 

primary focus.  

 

2.4 Selection and Synthesis  

An initial database search returned approximately 430 sources. After title and abstract screening against 

the inclusion criteria, 142 sources remained. Full-text review reduced this to 52 sources that were directly relevant 

to the six thematic domains examined in this review. Sources were organised thematically, and key theoretical 

arguments were mapped against each domain. Convergent ndings were identied across sources and used to derive 

the enabling relationships repre- sented in the Legacy Renewal Framework. Divergent ndingsparticularly the 

debate around SEW as resource versus constraintwere treated as critical points of analysis rather than resolved by 

selecting one perspective. 
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III. The Legacy Renewal Framework 
3.1 Overview 

The Legacy Renewal Framework is a four-stage sequential model of next-generation family business succession, 

developed through the synthesis of the six thematic do-mains reviewed in Section 2. The framework is presented 

in Figure 1. 

 
Figure 1: The Legacy Renewal Framework: A Sequential Model of Next-Generation Family Business 

Succession. Stages progress from left to right. The feedback arc (purple) represents the nding that strategic renewal 

reinforces rather than erodes family legacy. 

 

The framework makes three theoretical claims: 

 

1. Sequential enabling. Each stage creates the organisational conditions re- quired for the next. Family legacy 

provides the cultural identity and trust that make governance reform legitimate (Stage 1 → Stage 2). Professional 

governance creates the accountability structures and formal communication channels through which tacit 

knowledge can be systematically transferred (Stage 2 → Stage 3). Institutionalised knowledge provides successors 

with the organisational understanding required to introduce strategic innovation without destroying the 

capabilities that underpin competitive advantage (Stage 3 → Stage 4).  

 

2. Feedback. Strategic renewal reinforces rather than erodes family legacy. When innovation is framed as a means 

of preserving and amplifying the family's core values in new markets and technologies, it strengthens SEW rather 

than threatening it (Cruz and Nordqvist, 2012; Zellweger, 2017). This feedback relationship is represented by the 

arc at the bottom of Figure 1.  

 

3. Integration. The most common failure mode in family business succes- sion is the disconnection of these 

stagesinitiating innovation (Stage 4) be- fore governance is established (Stage 2), or attempting knowledge transfer 

(Stage 3) without adequate communication structures (which governance provides). The framework argues that 

stages should not be skipped.  

 

3.2 Stage 1 Family Legacy and Socioemotional Wealth (Cultural Foundation)  

The foundation of successful succession is not governance or planning but the clar- ity and health of the family's 

relationship to its own legacy. Berrone et al. (2012) demonstrated that SEWthe emotional and identity-related 

value that families derive from ownership and managementfundamentally shapes how succession is perceived, 

planned, and executed. Where SEW is strong and positively framed, founders are more willing to invest in 

succession planning, more open to gover- nance reform (perceived as legacy-protecting rather than control-

reducing), and more supportive of successor-led innovation. The implication for succession practice is that the rst 
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priority is not selecting a successor or restructuring governance, but engaging the founder and family in a 

deliberate discussion about what the family's legacy means and what it requires for long-term survival. This is the 

enabling condition for all subsequent stages.  

 

3.3 Stage 2 Professional Governance and Succession Planning (In- stitutional Development)  

With a clearly articulated legacy, families are in a position to build governance structures that institutionalise those 

values rather than depending on any single in- dividual to embody them. Stewart and Hitt (2012) argued that 

professionalization, when introduced gradually and transparently, translates family values into organ- isational 

capabilities that survive leadership changes. Mustakallio et al. (2002) demonstrated that the combination of 

relational governance (trust and shared values) with contractual governance (formal accountability and succession 

plans) produces stronger long-term performance than either type alone. Practical governance mechanisms at this 

stage include: family councils, to manage familybusiness boundary issues; boards with independent directors, to 

introduce external perspectives; documented succession plans, to reduce uncertainty; and merit-based role 

allocation, to improve credibility with non-family employees and external stakeholders.  

 

3.4 Stage 3 Knowledge Transfer and Intergenerational Learning (Or- ganisational Bridge)  

Professional governance creates the communication structures and accountability mechanisms through which 

knowledge transfer becomes systematic rather than incidental. Cabrera-Suárez et al. (2001) showed that 

governance-backed mentoring programmeswhere knowledge transfer is a formally recognised organisational 

process rather than a personal arrangement between family membersproduce signicantly better transfer outcomes 

than informal relationships alone. The reciprocal learning dimension identied by Nonaka and Takeuchi (1995) is 

particularly important at this stage. Founders contribute tacit knowledge of cus- tomers, markets, and 

organisational culture; successors contribute digital com- petencies, contemporary management practices, and 

market intelligence. Gover- nance structures that formalise joint decision-making create the conditions for this 

bilateral exchange.  

 

3.5 Stage 4 Strategic Renewal: Innovation and Digital Transforma- tion (Competitive Renewal)  

Having internalised the organisation's accumulated knowledge, successors are equipped to introduce strategic 

innovation that builds on rather than discards existing ca- pabilities. Calabrò et al. (2019) found that family rms 

with stronger intergenera- tional knowledge transfer demonstrated higher innovation outputa result consis- tent 

with the sequential enabling logic of the framework. De Massis et al. (2013) similarly found that governance-

backed resource allocation processes enabled more sustained innovation investment than informal founder 

judgment alone. Strategic renewal in this stage encompasses digital transformation (technology adoption, data 

analytics, e-commerce), brand modernisation (amplifying family heritage for new consumer demographics), 

market diversication (adjacent oppor- tunities building on core competencies), and entrepreneurial orientation 

(proactive identication of new sources of competitive advantage). In all cases, the frame- work predicts that 

renewal activities are most eective when they are explicitly connected to the rm's legacy narrativewhich is why 

Stage 1 provides the foun- dation rather than Stage 4. 

 

IV. Discussion 
4.1 The Central Argument: SEW as Conditional Resource 

The preceding review and framework synthesis support a specic theoretical con- clusion: socioemotional wealth 

functions as a strategic resourcerather than pri- marily a constraintunder the condition that governance structures 

are designed to position professionalization and innovation as legacy-preserving rather than legacy-threatening 

activities. This conclusion resolves the Berrone et al. (2012) versus Gomez-Mejia et al. (2007) debate by making 

the direction of SEW's eect conditional on governance quality and communication practice. Where this condition 

is not metwhere governance is imposed without founder engagement, or where successor innovation is presented 

as a repudiation of the founder's methodsSEW operates as a constraint, generating resistance, delaying succession, 

and increasing family conict (Gomez-Mejia et al., 2007; Sharma, 2004). The Legacy Renewal Framework 

therefore argues that succession strategy must begin not with governance reform or innovation planning but with 

a deliberate process of legacy articulation (Stage 1), which creates the trust environment in which subsequent 

stages can proceed.  

 

4.2 Where the Framework's Logic Is Supported by Evidence  

The sequential enabling relationships embedded in the framework are supported by evidence across multiple 

studies: The relationship between governance and knowledge transfer is supported by Mustakallio et al. (2002) 

and Cabrera-Suárez et al. (2001), both of whom found that formal governance structures improve the quality and 

complete- ness of succession-related communication. The relationship between knowledge transfer and 

innovation is supported by Calabrò et al. (2019) and De Massis et al. (2013), who found that strong knowledge 
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transfer is associated with higher innovation output in family rms. The feedback relationship (strategic renewal 

reinforcing legacy) is supported by Zellweger (2017) and Miller and Le Breton-Miller (2005), who docu- mented 

that the most durable multigenerational family enterprises explic- itly frame their innovation activities as 

expressions of founding values rather than departures from them.  

 

4.3 Counterarguments and Limitations of the Framework's Logic 

Intellectual honesty requires acknowledging two signicant challenges to the frame- work's propositions.  

First, the framework assumes a positive SEW baselinethat the founding family regards its legacy as a valued asset 

worth preserving and communicating. In cases of severe family conict, founder narcissism, or dysfunctional 

family dynamics, SEW may be contested rather than shared, making Stage 1 of the framework di- cult or 

impossible to execute (Eddleston and Kellermanns, 2007). The framework does not specify how to manage 

succession in high-conict family systems, and its applicability in such contexts is limited.  

Second, the framework's sequential logic may be partially undermined by external crisis conditions. When a 

family business faces an acute competitive threat a technological disruption, a global pandemic, or a major 

regulatory change waiting to complete all four stages sequentially before initiating strategic renewal may be 

strategically fatal. In such contexts, Stage 4 initiatives may need to proceed concurrently with, rather than after, 

Stages 2 and 3. The framework therefore performs best as a proactive, long-horizon succession planning tool 

rather than a reactive crisis management instrument.  

 

4.4 Boundary Conditions  

The framework is most directly applicable to: Family businesses in which the founding family holds the majority 

of owner- ship and intends multigenerational continuity. Medium- to large-sized family enterprises with sucient 

organisational com- plexity to justify formal governance mechanisms. Succession processes occurring over 

extended time horizons (515 years) rather than emergency transitions. Cultural contexts in which explicit 

succession planning is normatively ac- cepted (primarily Western European and North American contexts; cross- 

cultural applicability requires separate empirical testing).  

 

V. Managerial Implications 
The ndings of this study carry specic implications for founders, successors, fam- ily members, and business 

advisors involved in managing generational transitions.  

 

5.1 Begin Succession Planning Early and Frame It as Legacy Investment  

One of the most robust ndings across the reviewed literature is that succession outcomes are signicantly better 

when planning begins 10 to 15 years before the anticipated transition (Chrisman et al., 1998; Le Breton-Miller et 

al., 2004). Early planning should be framed not as preparing for the founder's retirementwhich triggers SEW-

related resistancebut as investing in the long-term preservation and strengthening of the family's legacy (Sharma, 

2004). This framing shifts the emotional valence of succession from loss to stewardship.  

 

5.2 Use Governance as a Legacy-Preservation Tool, Not a Control Mechanism  

Founders who resist professionalization typically do so because they perceive gov- ernance reform as reducing 

their personal authority (Stewart and Hitt, 2012). Ad- visors and successors should explicitly reframe governance 

mechanismsfamily councils, advisory boards, succession plans, and merit-based role allocationas instruments for 

preserving and institutionalising the family's values, relationships, and reputation beyond the founder's individual 

tenure. Mustakallio et al.'s (2002) nding that relational governance must underpin contractual governance provides 

practical guidance: governance structures are most readily accepted when they grow from within the family's 

existing relational culture rather than being im- posed from outside.  

 

5.3 Design Knowledge Transfer as a Bilateral Programme, Not a One- Way Handover  

Successors should be involved in strategic decisions, client relationships, and gover- nance processes at least 5 to 

10 years before formal leadership transition (Cabrera- Suárez et al., 2001; Chrisman et al., 1998). Knowledge 

transfer programmes should be explicitly reciprocalcreating structured opportunities for successors to share their 

digital competencies and market knowledge with the founding genera- tion while acquiring the founder's tacit 

expertise. Joint strategic projects, cross- generational task forces, and formally documented mentoring 

arrangements are among the most eective mechanisms for creating this bilateral exchange (Daspit et al., 2016; 

Nonaka and Takeuchi, 1995).  

 

5.4 Position Innovation as Legacy Amplication  

Successors who present their innovation initiatives as rejections of the founder's methods face SEW-driven 

resistance. Successors who present the same initiatives as ways of preserving and amplifying the family's core 
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values in new markets and technologies encounter signicantly less resistance (Cruz and Nordqvist, 2012; 

Zellweger, 2017). Practically, this means that every digital transformation initia- tive, brand modernisation 

programme, or market diversication strategy should be explicitly connected to the rm's founding values 

narrativeexplaining how the innovation serves, rather than replaces, the identity the family has built.  

 

5.5 Apply the Legacy Renewal Framework as a Sequencing Tool  

The Legacy Renewal Framework provides practitioners with a sequencing guide for succession investment. 

Organisations that attempt Stage 4 (strategic renewal) before completing Stage 2 (governance) are likely to 

generate family conict and organisational instability. Those that build governance without rst establishing a shared 

legacy narrative (Stage 1) are likely to encounter founder resistance. The practical recommendation is to use the 

framework diagnosticallyassessing the organisation's current stage, identifying which enabling conditions are 

missing, and prioritising investments accordingly.  

 

VI. Limitations of the Study 
Four limitations should be acknowledged. First, the study relies on a structured narrative review of 

existing academic liter- ature rather than primary empirical data. The proposed Legacy Renewal Frame- work has 

not been tested against organisational data, and the enabling relation- ships it proposeswhile supported by evidence 

across individual studieshave not been simultaneously tested within a single longitudinal study. Second, the 

reviewed literature reects a disproportionate Anglo-American and Western European bias. Family business 

succession dynamics vary signicantly across cultural contexts, particularly in South and East Asian, Latin 

American, and African settings where family hierarchies, gender norms, and institutional environments dier 

substantially from the contexts in which most reviewed stud- ies were conducted (Khanna and Palepu, 2000). The 

universality of the Legacy Renewal Framework's propositions cannot be assumed without cross-cultural em- 

pirical testing. Third, the framework was developed prior to the widespread diusion of articial intelligence, 

generative technologies, and AI-augmented decision-making tools that are rapidly reshaping both the operational 

and strategic environment of small and medium-sized family enterprises. The role of AI-enabled succession 

planning tools and digital succession readiness assessments is not addressed in the current version of the 

framework. Fourth, the study focuses on the founder-to-second-generation transition. Succes- sion dynamics may 

dier signicantly in third-generation and beyond transitions, where the emotional and relational ties to the founding 

vision may be weaker and the governance challenges more complex.  

 

VII. Future Research Directions 
The limitations identied above point to four priority areas for future research. Empirical testing of the 

Legacy Renewal Framework. Survey and case- study research should test whether the sequential enabling 

relationships proposed in the framework governance enabling knowledge transfer, knowledge transfer enabling 

innovation hold empirically across different industries and national con- texts. Longitudinal panel data following 

family rms across multiple succession cycles would be particularly valuable. Cross-cultural succession research. 

Comparative studies of family business succession in Asian, African, and Latin American contexts are needed to 

assess whether the enabling relationships in the Legacy Renewal Framework generalise across institutional 

environments. Cross-cultural studies should pay particular at- attention to the role of gender in succession, which 

is substantially underrepresented in existing literature (Dumas, 1998). AI and digital succession readiness. Future 

research should examine how AI- enabled operational tools, digital succession readiness assessments, and 

technology- mediated knowledge management systems affect the Stage 3 (knowledge transfer) and Stage 4 

(strategic renewal) components of the framework. Stakeholder perspectives. The perspectives of non-family 

employees, suppli- ers, and customers/stakeholders who are deeply affected by succession but rarely included as 

research subjects should be incorporated into future succession re- search. Eddleston and Kellermanns (2007) 

demonstrated that altruistic family culture and participative strategy-making involving non-family employees 

were significantly associated with stronger succession outcomes, suggesting that stake- holder integration is a 

materially important and underexplored variable.  

 

VIII. Conclusion 
Family businesses are the dominant organisational form in the global economy, yet fewer than one in 

three survive to the second generation (Arono and Ward, 1997; Ward, 2004). The gap between their economic 

significance and their inter- generational fragility denies the central challenge that this study has sought to address. 

This paper has argued that successful next-generation succession depends not on choosing between legacy 

preservation and strategic modernisation, but on un- understanding the enabling sequence through which one 

makes the other possible. Socioemotional wealth The emotional attachment that families invest in their businesses 

is not primarily an obstacle to succession-related change; it is the cul- tural foundation from which governance 

legitimacy grows, through which knowl- edge transfer proceeds, and upon which strategic renewal ultimately 
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builds. The Legacy Renewal Framework captures this logic in a four-stage sequential model with an explicit 

feedback relationship: strategic renewal reinforces rather than erodes the family legacy from which it originates. 

The study makes three specific contributions. First, it resolves an existing theo- retical ambiguity in the SEW 

literature by proposing that the direction of SEW's elect enabling versus constraining strategic change is 

conditional on the qual- ity of governance design and intergenerational communication, not inherent in SEW itself. 

Second, it identifies the sequential enabling relationships between suc- cession components that prior frameworks 

treat as independent variables. Third, it provides a framework with explicit boundary conditions and 

counterarguments, acknowledging the contexts in which its logic is most and least applicable. The most urgent 

priority for future research is empirical testing. The enabling relationships embedded in the Legacy Renewal 

Framework are logically consistent with existing evidence and theoretically grounded in resource-based and SEW 

the- ory, but they require longitudinal, multi-site empirical investigation before they can be considered validated 

propositions rather than working hypotheses. Fam- ily businesses that participate in such research will themselves 

contribute to the growing body of knowledge that makes the difference between one-generation en- Terprises and 

enduring multigenerational institutions. 
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